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CHAPTER I

INTRODUCTION, PROBL:BH, A.ND OBGilIZJ.TION
I.

INTRODUCTION

A thorough and comprehensive orientation program for
new teachers yields many dividends.

Such a program, by

familiarizing the new teacher with his professional environment, can free him from unnecessary anxieties and fears and
allow him to spend his time, energy, and talent on the main
task at hand, namely, the duties and responsibilities of
his teaching assignment.
The successful teacher is an asset to his school
district.

He, rather than the unsuccessful teacher, derives

real satisfaction from the performance of his duties.

The

teacher who is oriented to his situation feels comfortable
and has a greater chance for success.

Hence, the oriented

teacher has been tfl]ten one step toward·sat1sfact1on and
success.
Vancouver Pu.bl.le SQhool District #37, Vancouver,
Washington, has adopted and implemented a pl$.D.ned program
to orient new teachers.

An attempt was made to evaluate 1 t

by conducting a survey &Dlong the teachers who were oriented
during the 1960•61 school yeBr.

The findings of this infor-

mal survey ini1cated ~hat the respondents wtre not completely
satisfied vi.th the present orien.:tation program.

2

The task o~ orieb.ting new teachers to the COlllDlUllity
in which they find t:\1,emselves, to the new physical plant in
which they will W'Olk, the policies and practices they must
observe, and the people with whom they will come into
frequent contact is one worthy of considerable emphasis and
effort.

There probably exists a high correlation between

successful completion of this task and the maximum utilization of those who go through this process.

II.
Statement g!

the

PROBLEM
proltJ.e•.

The beginning teacher

finds that starting out in the first teaching position poses
a difficult problem.

Many things are not known about the

community, school plant, instructional routine, and what is
expected.

''Teachers who are confident and at ease are going

to do a better job than those who take weeks or months to
get adjusted" (14;4).
School administrators, teachers, and communities
could do much to relieve the shortage of teachers by making
those first days more meaningful.

The profession must

encourage young peo:vle to ·become·teaohers and by proper
orientation lead them to achieve.personal satisfaction and
teaching su9pe,s~ ·· This orientation should begin as soon as
the new teacher maltes.~ppl1cat1on ;tor the pos1'tion.
+

• ,;'·

The

new teacher, school, and community stand to gain from an

3

effective orientation program for the new teacher.
This study will attempt to (1) list the characteristics of an effective teacher orientation program, (2) bring
to light some of the reasons teacher orientation programs
fail, (3) evaluate

the

present teacher orientation program

in the Vancouver Public Schools, (4) make recommendations
based on this evaluation, and (5) better equip the writer
for his role as a prospective elementary school principal.
Need~ the

study.

The importance of au adequate

orientation program during the new teacher's adjustment
period is a matter of concern to school and lay people
alike.

Miriam Booth states:

Upon the beginning teacher's successful orientation
depends the pattern of conduct which will doubtless be
established in his classroom for many years to come.
Upon it hinges, too, the satisfaction and effectiveness
not only of the teacher himself, but also of the pupils
entrusted to his care. For satisfaction and effectiveness are curiously intertwined attributes of any classroom situation if worthy objectives are to be attained

(4:53).

The need for effeo.tive orientation programs also
comes to mind when we consider the problem of teacher
shortage.

Wilbur D. Yauch feels that many school adminis-

trators are becoming' ino-reasingly aware of the fact that
part of the solution to the problem of the alarming shortage
of qualified teaqhers1s io be found 1n the high tum-over
rate of f1X'st year teachers (24:39).

He also says:

While ·some of ·these teaohers_m.ay be changing jobs 1n

4

an effo:rt to ilaprove professional status, others are
leaving the profes~ion because of dissatisfaction,
discouragement, or .lack of success in adjusting to the
hard realities of teaching (24:39).
The influence on new teachers is not the only reason
for an effective program.

Albert J. Huggett contends,

11

The

assignment of new teachers is also very much a concern of
teachers already in service.

Involved in assignment is the

welfare of the schools as well as the happiness and success
of some teachers 11 (12:50).
Often programs for orienting new teachers to a
district have very little flexibility.
of program ineffectiveness.

This is one cause

According to Paul E. Cable:

The orientation program is the responsibility of the
local school system and the individual school. The
program, if it is to serve its purpose truly and
constructively, must tru1y be tailor-made for the
school in which it is to be practiced (6:41).
Generally, any new position is going to present its
difficulties because one is attempting to adjust to new
living conditions, learning a new job, and acquainting him.self With new surroundings.

Huggett points out that

A great deal can be done at this time to relieve the
new teacher of many of the fears of the situation and
build a. feeling or. a,ecur1ty. Indiyidual differences
should-be of paramolUlt importance in pl.anning a program
for teachers as well a.s students(l2:50).

III.

OBGANIZAfION

This pa.pe;r.is organized into three chapters.
I has been introductory.

Chapter

The body of the paper will be

5

contained 1n Chapters II and III.

Chapter II, section I,

will list the characteristics of an effective orientation
program for new teachers; review the literature on preoontract, post-contract, first weeks, and a continuing
program of orientation.

Chapter II, section 2, will give

reason for failure of teacher orientation programs, a background of the present teacher orientation program in
Vancouver Public Schools, and the results of a survey
conducted among the teachers oriented during the 1960-61
school year.

Ohapter III will present a summary and give

recommendations for improving the existing orientation
program in the Vat1Qouver Prlbl1c ·schools, Vancouver,
Washington.

. ORA.PTER II

REVIEW OF LITERA.TURE AND RESEARCH
I.

OHAlU.CTElUSTICS OF AN EFFJOTIVE PROGRAM

Research has indicated many worthy programs for
teacher orientation.

J.tter investigating various teacher

orientation program.s, the following list of characteristics
seems to be the most complete and effective for successtul
teacher orientation (17:292):
1.

Full 1.nf'ormatiori about the school and the
commun1tf should be sent to the likely
candidate·to cultivate his interest; provide
information about the exact nature of the
vacancy w}i1oh·1s being filled, general
philosop:tey: of the schools, status of the
schools, rules and regulations, general
picture of the community, organization of the
schools, teacher organizations, cost of living,
housing, transportation, particular building
1n which duties are to be performed, and
special requirements for the position being
filled.

2.

Prompt attention is given to the newcomer's
personal and social needs b7 helping him
locate living quarters; providing him with
information about churches, medical and
recreational facilities 1n the communit7; and
introducing him to the credit union or other
reputable institutions where financial assistance may be obtained.
·

3.

Practical help is given the beginner 1n keeping
and filling out records and reports.

4.

A new teacher
is shown how to make use of the
.
school s7stem s special services. Help 1n this
. area covers a wide variet7 of problems, such
as how to order film and filmstrips from the
audio-visual center, how to obtain and use

..

.
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results of standardized tests, how to refer a
child to the health center, and how to go about
getting sets of supplementary readers.
5.· An eX,Pttrien(?ed,teaeher .is assigned to give
co.unsel to .each beginner.
6.

A new teacher is given, a fair and reasonable
load eommeneurate ~th his training, skills,
experience~ · ·

?.

1',. local teache?s

1

association ,~r.an administrative officer acquaints the new teacher with
professio:nal teaching organizations.
'

~

'

. ' ,,.

(~··

'

''

8.

The new, teach.er is shown how to make effective
instructional.use of communit7 resources.

9.

S,pecia,+ help

ls given tp.e beginner 1n planning
for and working with gifted or rei.rded
·. children.
·

10.

The new tea~her.is provided With personal copies
of ru.l~_s a.rtq, .regulations of the school system.

11.

Individual and group 4emonstrat1ons are given to
help new teach~rs acquire many necessary
teaching skill·s and techniques.

12.

Opportunities for continuing and expanding
professional preparation are provided by
offering in-service-education activities.

13.

Social activities are planned in advance to make
the newcomer feel at home.

Pre-contract relations.

It is apparent that most

school administrators believe that schools should have a
definite program for orientation of new teachers.

11

Too

often the belief in an orientation program for new teachers
is as :far as some administrators have progrtsQed.

There is

a cavernous gap between lip service to belief in th• value
o:f an orientation program and actually operatlng such a

8

program" (23:55).
Shortly before or after graduation, prospeotive
teachers face one of the most important decisions of their
careers, if not their whole lives.

That is the selection

of their first teaching position.
New teachers are generally assigned to schools and
instruction areas where there are vacancies.

These vacancies

are usually crea~ed by ·previous teachers moving to a more
desirable situation 1n the school $ystem or by a change in
occupation.

Huggett states:

New teachers a.re freqµently assigned to the least
desirable and more difficult positions 1n a school
system for·the simplereason that fairness would seem
to dictate. that teachers With several years of service
to the school system should be giv.en first choice of
positions as vacancies occur (12: 51) •
.

.

This tp,e of situation 'could not only create problems
for the begillll.ing teacher, but could have an adverse effect
on the children to be left 1n the new teacher's charge.
11

:Beginning teachers arfl sometimes called upon to cope With

situations which would tax the resources of experienced
teachers u

( 12: 51}

•

If the beginning teacher makes the proper approaches
toward the prospective teaching position, personal satisfaction and success should prevail.

Wrong approaches could

possibly result in discontentment, failure, lack of satisfaction, and even the loss of this individual• s talent 1n
his chosen occupation.

9

It is therefore extremely important that before a
teacher has aeeepte.d a position in a ,prospective school
district, that. he
be fully aware of the many factors that
,.
.

'

'

cou1d easily .,tteet his success. · '' Tn.e time for the teacher
candidate to gain a clear and concise picture of the position
and the community is before signing the contract'' (10:49).
The choice of prospective positions is not only the
new teachers concern, but that of the entire staff with whom
he will serve.

More and more teachers are assuming a part

in selecting new personnel.

The candidate is invited to

visit the school system and prospective school in which he
will work.

Through this procedure, the prospective teacher,

staff, and administration can evaluate his probable success
and satisfaction before the electee has committed himself by
signing a contract.

Huggett (12:50) says that

A group is better able to select personnel than any
one individual, that teachers should have a voice 1n
the selection of the colleagues with whom they will
work, and that candidates tor the position should have
an opportunity to decide if they will probably be
happy and successful 1n a situatio:n 1n which they Will
be placed.
It seems reasonable that far better selection, both
for the prospective teacher and the schQol involved, will
emerge from a plan similar to that mentioned.

It seems far

better than one in which both teacher and school accept
each other "sight unseen."
Since.the orientation pl:'ogram for new teachers,
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properly developed, can dissolve many problems, it can be
thought of as insllrance against many dangers.

A. program

that seems to exemplify good personnel relationships,
individual differences, teacher adjustment, and other valuable characteristics is the program of teacher orientation
in Livingston, New Jersey (17:292):
This program welcomes the electee for one week the
preceding May into the warm, friendly, cooperative
atmosphere of the school class f3he will teach in the
.fall.
During the week, she teaches a grade or subject
under the supern~ion of an. e:xp'erienced teacher. In
the meantime,, she beoomes lfam111ar with the administrative organization, school policies, courses of study,
lesson planning, and duties outside her classroom. With
the help o.f her teacher-~upervisor, she makes out her
lesson plan.~ for the f1r~·t week of school.

She.attends a.11.fa.culty meetings, committee meetings,
PTA meetings, andsoc1$1 functions which are scheduled
during her week o.f ~prenticeship.

In conferences w1th the principal and thru the
medium of visitation, the electee learns something
about the comm.unity· and: "1 ts problems. She becomes
ill.creasingly aware of the . part she can play thnt. good
public relations and'. participation 1n community affairs.
'
No effort is spared: to give the prospective
teacher
sufficient information and Eixperience so that she will
start the .first day"}of school. in the fall With the air
o.f a veteran. :But when she takes her place 1n the
facv.lty as a full-.tledged teacher, she is not forgotten.
Her orientati:&n continues thru a series of inservice
training meetings 1n whioh the superintendent, principal,
teachers, and often parents participate.

Unfortunately, many schools open on· a selected day
W1 thout any preliminary conferences..

lt is not surprising

that a teacher often looks back to the ~1rst week of school

ll
thankful that somehow he

u

made it ft through that nerve-

.

racking ordeal, hoping it won't be repeated.
Preferably before the.fall term, many interested
persons will visit their prospective school in session
during the spring. In this way they become acquainted
with the daily routine, meet co-workers and see their
prospective school operating (17:292).
When a prospective teaep.er first comes to a comm.unity,
he 1s entitled to get bas·ic information about the school and
the comm.unity before making any decisions about accepting a
teaching position.

Weber (23t66) states that such basic
.

.

information should includes
l.

The exact nature of the vacancy which is being
filled.

2.

The

3.

The status of the school in terms of
a. Pinanc;1al support by the comm.unity.
b. Oux-ricul.lpD. development and changes recently
made and contemplated.
c. Physical plant.
d. Teaching load.
e. Salary schedules.
f. Community attitudes.

4.

Oopies of rules and regulations governing
professional employees.

general philosophy of the su.per1ntendent of
school.a and o:f the·staff o:f the school.

General picture of the community.
Information concerning organization of the
school.
Information concerning teachers' organizations,
teachers' leagues, teachers' unions, 8.1:l.d the
like.

8.

Information oonoern.1ng cost of living 1n the
community.
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9.

Information concerning housing.

10.

Information concerning restaurants, etc.

ll.

Informati.on concerning transportation.

12.

Information concerning the community 1n general.

13.

Inform.at.ion concerning the particular building
in•wlJl.ch duties are to be peri'ormed.

14.

InforBU1.tion concerning special requirements for
the position being filled.

Undoubtedly many effectiv~ orientation programs are
now in use in various districts for helping the new teacher.
It would indeed be. -~~1cul t to devise one program effective
in al1 situations.

i'he task of orienting the new teacher

is not a "simple'' undertaking', nor is it a
operation.

II.

.••

•

·..

11

one man"

·.·

Planning committees may well represent both the

staff and the c?mmun~:~y" (:J..l:!7) •.
Staff member, 1n cl).,rge of the induction or hiring
should be very thorough in acquainting the prospective
teacher with the realities 9f the new situation:
What the school expects of the new teacher, the advantages and limitations of the community in which he Will
work, the sort of housing available, and what protessiona1
opportunities are o:t'fered to the teachers in the area'
(11:18).
·
.
If from the initial contact wholesome relations $re
established, it seems quite evident that the children, school
personnel, and community will reap many benefits and the new
teacher will be able to say

11

I like 1 t here. "

Post-contract relations.

P,rofess1onal, · ~riendly

13
relations may be initiated by a personal welcome extended
to the new teacher upon her appointment to the school.
George

o.

Kyte (13:352) states:

From the outset she should be assured of helpfulness,
kindliness, and interest on the part of the principal
and of his desire to serve as an earnest professional
leader and counselor. In person or by letter, he
welcomes her in behalf of the other teachers, the
school, the community, and himself.
An enthusiastic and friendly letter of welcome from

representatives of the local educational un.it will help
establish rapport in the very beginning and·Jllake the new
teacher feel that he is a desi~able and accepted member of
an important profession.

The letter.may mention the educa-

tional goals of the other ·,taff members, the social activities available to teachers during the year, ,, and the 1mpor,

,:.,

.

tance and advantages of belonging to a professional
organization.

One such letter.(221334) written by the

social committee of a teachers' feder9ition included among
other things a booklet listing sport 'tac111t1es, nearby
historical places, copies of the o.CJnsti tu tion of the organization and its history, activities, a code of ethics, and a
list of the various committees.
Later a letter containing specific information on
housing should mention types available, the cost, and the
location so that the new teacher may know in advance that
he can be comfortably housed at a reasonable price (7:85).
George Ebey (9:28) reports that Portland, Oregon, schools
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telegraph new teachers concerning available accommodations
and provide free transportation to show what is available.
The happiness and success.of teachers are greatly
affected bf their living oond~tions. If they have
desirable rooms, apartments, g;oo..d meals, and adequate
transport& tion fa91.11 ties, their adjustments are much
more likely to be-satisfactory (12:51).
!'When the school district aooep:ts the responsibility
of helping find hout;Jin,g, it should check with both the
landlord and the new teacher to make sure that both are
completely satisfied O (16: 324) •
The new teacher needs to become acquainted With the
staff and get to know them as people.
need help in becoming acquainted.

New teachers often

"If tht new teacher is

to realize his greatest importance, not merely as a professional worker but as a person, it is because fellow teachers,
first of all, received him With wai,nth and understanding"
(11:5).

One of the best ways to bring the new teacher into
the group is through the use of a
11

buddie system."

11

fellow teacher" or

Usually people of similar interest or one

who teaches the same grade level or sub3ect can help the
most.

••The teaching peer has an entry to the heart of the

new teacher that even the kindliest and wisest 'status'
person is not likely to haven (11:5).
The fellow teacher or sponsor usually begins with a
friendly letter welcoming the new teacher before he arrives,
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followed by a visit to the new teacher after his arrival.
The sponsor accompanies the new teacher to orientation
meetings, general staff meetings, and acts as host during
"

coffee breaks.

Often this relationship continues through-

out the year.
In .t~is way the ice 1s broken and the feelings of
emptiness that cOlD.e~ in viewing ·a.. sea of new and strange
faces is erased. The new teacher is helped to start
the new year confident that there 1s someone with whom
he has an understanding and to whom he can turn when he
needs help or couneel (11:6).
.
As Paul Shelly states:. 0Teaoh1ng envolves people and
1 t 1s not something• to be done w1 th st~angers 11 (21 :159).
Teachers not only know wha~ items of mfQrmation
'

'

'

they want befol:'e, signing a c.ontract but also what information they would like to. get between the t1me of signing the
contract and the opening of school.

Lane (10:123) reports

that teachers would like to know the follpwing after they
have signed a contract:
1.
2.
3.

Date to report for duty.
Whom to see for living accomodations.
When to make arrangements for living accommodations.
4. Name and position of immediate supe;-ior.
5. Name of supervisors.
6. The subject or grade fc,r which they will be able
to expect help from supervisors.
7. Any extra-class assignments.
8. The approximate enrollment in each class or grade.
9. The approximate cost of room and board in that
community.
10. The number of salary payments per year and the
dates paid.
11. The type of marking system.
12. The available audio-visual equipment in the
school.
13. The local required course of study.
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14.
15.
16.

17.
18.
19.
20.

Types of records and reports required.
Definite guidance and counseling responsibilities.
A daily program showing the time for teachers to
be at sehool, the class schedule, the time of
tb.e last period of the da7, and the tille the
last period ends.
Activities of civic interest 1n the collll1Ul1it7.
School bu"ilding facilities and policies governing
. their use.
·
Vacation dates.
liames and positions of prominent community
leaders.

Many school districts ca,nii.ot maintain extensive

orientation prog:rams'but may do a great deal in two or three
days before schoc;,l,opens in September.· Inductees at Provo,
Utah, (17:292)

are

11otified 1n a welcoming letter that

their princip,t.J. will be '•at the school building 10 days
before'school opeJts.' During this period they become
acquainted with the p?'1nc1pal, reoetve room assignments, and
learn about obtaining books and supplies and about managing
other practical deta1ls.

They meet with other staff members,

administrative and supervisory; and receive information
about pay day, sick leave, retirement, salary schedules,
and tenure; and are told of the philosophy and objectives
of the school district.
Philadelphia, Pennsylvania (5:35), has a two day
program just before the fall term begins.

The program was

organized and built from suggestions submitted by both new
and more experienced teachers.

The first day they are

welcomed by the administrative officers; informed about
certification, employee welfare, and assignment; and shown
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visual aids examples of the characteristics pertaining to
each age group.

The second day consists of practice making

lesson plans, discipline techniques, counseling, and groups
discussing their course of study.

The District of Oolum.bia

schools (18:287) prepare both the pupil and new teacher for
the fall session the previous spring and summer.

To learn

about his new pupils, the novice meets the teacher who
previously had his group.
In the light of good management, the principal should
offer assistance 1n providing the new teacher with the
needed materials.

According to Kyte (13: 352), as early as

possible the principal should:
See that .she> obtains copies of courses of study,
manuals, bulletins, and other materials that will help
her 1n pr_eparing 'for her work. She should be shown the
school pla;nt and h~r room, given information about her
children and other information regarding policies,
procedures, and the school objectives. If the school
provides a handbook covering these points she is given
a copy. Time for· a conf .erence should be fixed so that
the principal and the new teacher may discuss all
matters before the new term begins.
First-weeks.

Go~d management requires that someone

be charged with seeing that the ori••tation program gets
started and keeps working.

In many systems this will be

the superintendent; in others responsibility for direction
will be delegated.

11

Under any arrangement there needs to

be someone With clear-cut responsibility for seeing that
plans are made, duties are assigned and accepted, and things

18

happen when and where they shou1d" (1:7).
ill persons whose school-related activities bring
them into contact with the new teacher have obligations
to help her become oriented to her new job. This
includes pupils, parents, and citizens of the community
as well as the total stat! ot the sohool and the school
system. To be assured that all know and perform their
roles, coordination 1n both planning and execution is
essential (1:8).
Often assistance is given the new teacher when it is
not really needed or desired.

"AssistEmce needs to be given

at the time it will be of greatest help to the receiver, not
at the convenience of the giver (19:437).
The type of .0lassroom and other supervisory help the
beginning teacher may anticipate should be made clear;
he should know through what channels help and guidance
are availa.ble (19:4 36).

.

Olassroom visitation by the principal, followed by a
.

conference, has great potentialities :for the beginning
teacher if he is helped to appraise t~e purposes and quality
of the learning situation he provides for the children.
Prehm feels:
It is advantageous if the conference is held the
same day and 1n the teacher's classroom. It 1s a wide
practice to give the·teaohers an opportunity to speak
:first, to tell or ask anything he wishes. This helps
to establish a. friendly and cooperative relationship
and permits the teacher to reveal valuable back-ground
information (19:436).
As no one orientation program will operate equally
well in all situations, it is advantageous that the
principal be aware that some new staff members are very
capable of taking care of their own needs.

"some new
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teachers may be quite self-sufficient and prefer to look
out for themselves.

Too much solic1tu4e may be construed

as prying into their personal lives" (19:437).
Principals skilled 1n working with their staff 1n an
atmosphere of mutual respect and harmony have awakened
to this opportunity' for establishing wholesome relations
With their new teachers (19:437).
Continuous orientation.

Attempts to improve the

staff cannot be achieved entirely by the addition of new
staff members.

In~service tra1n.1ng for the staff 1s one

way to increase the group strength.
Most school districts have projects, committees,
study groups or other forms of 1nserv1ce act1Tit1es for
all teachers. New teachers.are brought into such
programs as qu1ck1y as post,1bl.e and ar.e usually g1ven
the backgroµnd of the P1.'ogram or the project before they
meet with the group which have had a part 1n developing
it (11:9).
.
After the new membe~ of the group has b.een oriented
fairly well, it is.important to try to give him one important
assignment.

"This helps to get him into the program and to

know that the work he is doing is really an important
contribution" (11:10} •..
!he employment of new teachers 1;i a school building
should affect .the thinking and doing.of the entire staff.
'

"Older and younger teachers should be re-evaluating the
respons1b111t1es of persons working together for the good
of the school.

Mo1e experienced teachers need .taith·in the

knowledge and skill they have already aoquired 11 (3:12).
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The new teaoher who is alert will learn from those about
him.

Dale Zeller says (25(343):
The new teacher will learn from the children that
kindness is not enough. His learnings from other
teachers may be good or bad; he may teach others. In
any case, he should learn to work With others. What
the community can teach may be meager or r1oh, helpful
or harmful. What he learns will depend largely upon
one's outlook. We firmly believe that teachers have a
responsibility in this area, and that the best interest
of the profession will be served when teachers see and
act upon 1 t. Administrators and supervisors can help
by making continued growth a possibility.
II.

PROBABLE REASONS FOR PROGRAM FAILURE

It is important to discover the reasons many
orientation programs are not effective.

A list of probable

reasons for program failure are:
1.

The orientation program was not based upon
purposes developed 1n advu.oe and were not
·. understood by persons concerned w1 th carrying
. out,the plans.
·

2.

The orientation program was not timely; that is
it did not give the new teacher help at the
time help was.needed, either three weeks late
or three weeks too early.

3.

The orientation program was not authoritative
and accurate. Information was not always
accurate 1nformat1.on.

4.

The orientation program was not sufficiently
,comprehensive to ~sure that the new teacher
has .seen the basic structure and philosophy
of the school and community, and the essential
!lements of administrative machinery._ ·

5.

The orientation program should have been carried
oat·by;_1µ.l. large segments of the people
concerned with the welfare of the new teacher.
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6.

There was not periodic evaluations of the
orientation program to discover weaknesses and
strengths.

7.

The professional personnel of the school didn't
take the initiative in developing an orientation program.

8.

The orientation program did not have the full
support of the board of education.

9.

The orientation program was not a product of
cooperative thjnking and plannillg of the
entire professional staff.

10.

The brev1ty of the orientation program was not
adequate for proper ass1D1Uation of materials
confronting the new teacher.

Vancouver Publix Schoolg' orientation progrg.

The

Vancouver Public Schools offer .an orientation program every
fall.

The program, primarily for the teacher new to the

system, begins at a three-day workshop held immediately
prior to the opening of school.
New teachers attend workshop sessions with members
of the supervisory staff for two days; they spend the third
day 1n the school they are assigned.

The first day of the workshop consists of registra.

'.c

tion, greet111gs f,:-om the administrative staff, school board,
and community leaders.

The remainder of the day consists

of speakers discussing school philosophy, personnel services,
library and audio-visual aids,, special services, art, music,
and cafeter1a'serv1ces.
Teachers with similar teac~ing assignments are
grouped together.for the workshop ~ession the second day.
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Here the new teachers learn instructional policies and
practices, how to obtain

and

use curriculum guides, text-

books, and supplementary books, and first day plans are
discussed.
The newcomers spend the third day 1n their respective
school buildings conferring with principals and experienced
teachers and preparing for the opening of school.

They

have the opportunity to look over cumulativ• records of
their pupils and become familiar with various administrative
practices.

Consultants are also available during this

final day.
Survey response.

An attempt was made to evaluate the

effectiveness of the foregoing program by conducting a survey
among the teachers who were oriented during the 1960-61 school
year.

Generally speaking, most of the respondents felt that

the existing program had aided their entrance into the
district; however, they expressed concern that the time
alloted in the program was too brief for proper assimilation
of ID.Et.terials and information presented during the three day
workshe>p.

Su.ch a response is not atypical (2:2).

The new

teachers generally felt that more time was needed for (1)
learning ins;tru.ctiol,'laJ_ policies and practices, (2) using
,;;,

and obtaining instruc.tional materials, (3) conferring With
principal and teachers 1n their buildings, and (4) getting
acquainted with pupil records and opening day procedures.
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The survey indicates that t:b.e Vancouver Orientation
Workshop bas made growth

w,

orienting new teachers, but in

comparing it With the forementioned characteristics of an
effective orientation prog;-am, it is evident that improvement is still needed.

In retrospect it seems likely that the Vancouver
Public Schools' orientation program was not as successful
as it might have been.

Some of the more obvious reasons, in

the writer's estimation, were:

(1) the orientation program.

was not timely, (2) it was not sufficiently comprehensive,
(3) it was not the product of the entire professional staff,

(4) the brevity of the program prevented proper assimilation
of materials by many new teachers, and (5) the program. was
not periodically evaluated to discover weaknesses and
strengths.

CHAPTER III
StllOURY AND REQOMMEND.A.TIONS
I.

SUMMARY

It was the intent of·this research paper (l) to list
the characteristics of an effective teacher orientation
program., (2) to bring to light reasons the teacher orientation programs fail; (3) to evaluate the present teacher
orientation program. 1n the Vancouver Public Schools; (4)
to make :recommendations based on this evaluation; and (5)
to better equip the writer for his role as prospective
elementary school principal.
The major emphasis 1n this study was given to
identifying successful programs, determining their characteristics, and, through an evaluation, suggesting possible
improvement in the Vancouver Public Schools orientation
workshop.

The study has indicated a probable correlation

between the effectiveness of the orientation program and
the new teacher's personal and professional success.
Fortunate, indeed, is the young teacher who 1s
graduated from a quality pre-service program into a
school system with good orientation and induction
procedures, pre-school and during school workshops,
faculty organizations for committee study and activity,
stimulating staff meetings, and purposeful sympathetic
supervision. Here is an opportunity for a. teacher to
begin as ail amateur •and grow into ·a•professional--an ·
opportunity every young teachet deserves to !\ave, not
only for hims&J.f as an 1nd1vi du.al,,· b11t because of the
importance of the 'profession he serves (20:17).
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II.

RECOMMENDATIONS

It is the considered judgement of the writer that
some material uncovered in this research paper might be of
value in the Vancouver Orientation Workshop.
Pages 6 and 7 of this paper 11st a total of 13
characteristics of an effective teao.her orientation program.
The current program in effect in the Vancouver Public Schools
incorporates five of these characteristics.

They are (1)

prompt attention is given to the newcomer's personal and
social needs, (2) he is shown how to make effective instructional use of the community resources, (3) given help in
working with gifted or retarded children, (4) offered inservice-education activities, and (5) social activities are
planned 1n advance for newcomers.

In addition one can note

the presence of other characteristics, but their appearance
is not consistent.

These are (1) teaching loads are

commensurate With a person's training, (2) there are individual
and group demonstrations for acquiring necessary skills, and
(3) an experienced teacher is assigned to give counsel when

needed.
The following are recommendations:
l.

It is recommended that thought be given and
efforts be made to more adequately meet the
essential characteristics of an outstanding
orientation program.
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2 •. It is specifically recommended that the length
of the program be extended for proper assimilation of material.

3.

It is specifically recommended that periodic
evaluations of the program be made to discover
weaknesses and strengths; further, it is
recommended that annual surveys, preferably

1n the spring of the year, be conducted to
determine reaction of new·.· staff members as
they relate to the district's orientation.
4.

It is specifically reoomm.&nded that each
principal should be responsible for informing
all teachers served by him of the district's
rules and regulations pertaining to the
orientation program for new teachers.

5.

It is lastly recommended that all professional
personnel in the schools should participate
in the planning and execution of the orientation program for new teachers.
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